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A study of affirmative action programs of the
Department of Justice and its component oryanizations focused on
policies and practices such as recruitment, selectic.,
promotion, training, assignment of personnel, sanagement, and
the complaint process. A study performed by a Justice Task Force
at the Marshals Service concluded that the Equal Esploysent
Opportunity (EEO) program xrequired a ccaplete evaluation and
overhaul. GAO has not yet reviewed a progress report pregared in
response to the study. The programs ox the Izmigration and
Naturalization Service (IWS) and the Drug Enforcement
Adainistration (DEA) require improvenents in the¢ areas of
prograre evaluaticn and folluw-up, gexscnnel rescurces,
affirrative action plans, recru.tsent of wcsen and minorities,
training and promutions, and complaint systems. Althcugh there
has bien an incrrase in female and minority esplovment-during
the poriod of ths: review, the percentage of wozzn employed at
grades GS~7 and .bove was belov the ratiocnal average. #Mimority
emplcyment at the higher grades vas telow the naticnal average
at DEA but close to the national average at INS. Projosed reform
of EEO includes keorganization Plan Nc. 1 of 1%$78 whick would
give the EEC Commission oversight responsibility. This would
speed resolution of some of the problems found in the programs
at the Department of Custice and other agencies. (HIW)
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STATEMENT OF HYMAN L. KRIEGER
DIRECTOR, FEDERAL PERSONNEL AND COMPENSATION DIVISION
U.S. GENERAL ACCOUNTING OFFICE
BEFORZ THE SUBCOMMITiVEE ON
CIVIL AND CONSTITUTIONAL RIGHTS
HOUSE COMMITTEE ON THE JUDICIARY
ON
AFFIRNATIVE ACTION PROGRAMNS
OF TYREE COMPONENT ORGANIZATIONS OF
THE DEPARTMENT OF JUSTICE:
--THE U.S. MARSHALS SERVICE
--THE IMMIGRATION AND NATURALIZATION SERVICE

--THE DRUG ENFORCEMENT ADMINISTRATION



Mr. CHA1RMAN AND MEMBERS OF THE SUBCOMMITTEE: ]

| APPRECIATE YOUR INVITATION TO APPEAR HERE TODAY.TO DISCUSS
..OUR REPORTS, PREPARED AT YOUR REQUEST, ON THE EQUAL EMPLOYMENT
oppoRTUNITY (EEQ) PROGRAMS UF TiHE J.S. MARSHALS SERYICE, THE
[MMIGRATION AND NATURALIZATION SERVICE, AND THE DRUG ENFORCEMENT
ADMINISTRATION.

MR. CHAIRMAN, YOU REQUESTED US TO STUDY AND EVALUATE THE
OPERATION OF THE AFFIRMATIVE ACTION PROGRAM CF THE DEPARTMENT
of JUSTICE AND OF EACH OF ITS COMPONENT ORGANIZATIONS:. You
‘ASKED Us TO FOCUS ON THE ENTIRE RANGE OF POLIGCIES AND PRACTICES
IMPACTING ON THE STRUCTURE AND IMPLEMENTATION OF THE AFFIRMATIVE
ACTIOt °ROGRAM, INCLUDING RECRUITMENT, SELECTION, PROMOTION,
TRAINING, ASSIGNMENT OF PERSONNEL, MANAGEMENT, AND THE ~OM"
PLAINT PROCESS-

FrRoM THIS SUBCOMMITTEE REQUEST, WE WILL ISSUE 2&PORTS
appressine THE EEO AFFIRMATIVE ACTION PROGRAM AT EACH OF THE
DEPARTMENT OF JUSTICE'S BUREAUSTTAT THE THREE BUREAUS WE WILL
BE DISCUSSING TODAY, AS WELL AS AT THE LAw ENFORCEMENT AssisT"
ANCE ADMINISTRATION; THE FEDERAL PRISON SYSTEM; THE FEDERAL
BureAU OF INVESTIGATION AND THE OFFI1CES, BOARDS, AND DivisIONS-
FoLLowing THESE RCPORTS, WE PLAN TO ISSUE AN OVERALL REPORT,

CAPSULIZING tHe EEQ AFFIRMATIVE ACTION PROGRAM JUSTICE~WIDE-



OUR REVIZW INCLUDED AN EXAMINATION OF THE EEQ AFFIRMATIVE
ACTION PROGRAMS FOR THE PERIOD JuLy 1974 THROUGH MarcH 1977.
STATISTICAL DATA PROVIDEZD BY JUSTICE COVERED THE PERIOD JULY
1, 1874, 1o Decemeer 31, 1976, AND WORK FORCE STATISTICS WERE
OBTAINED FROM A C1viL SERvICE COMMISSION PUBLICATION AND REPRE-
SENT  HE FFNERAL WORK FORCE AT NoveMBER 1976.

As A PART OF OUR REVIEW, WE PROVIDED A QUESTIONNAIRE
TO A RANDOM SAMPLE OF JUSTICE EMPLOYEES TO OBTAIN INFORMATION
ON THE ATTITUDE: PRACTICES, AND EXPERIENCES CONCERNING EEOQ.
THE QUESTIONNAIRES ARE BEING ANALYZED TO SHOW RESULTS FOR
EACH BUREAU, AND JUSTICE-WIDE. THE RESULTS WILL BE PRESENTED
IN OUR CONSOLIDATED REPORT, TO BE ISSUEN LATER THIS YEAR.

TODAY WE ARE HERE TO DISCUSS REPORTS WE HAVE [SSUE™
CONCERNING THE AFFIRMATIVE ACTION PROGRAMS IN THREE OF THE
BureAus--THE U.S. MARSHALS SERVICE; THE [MMIGRATION AND
NATURALIZATION SERVICE, OR INS; AND THE DRUG ENFORCEMENT
ADMINISTRATION, OR DEA.

ALTHOUGH WE MADE COMPREHENSIVE REVIEWS OF INS’ AnD DEA’s
PROGRAM3, WE DID NOT DO SO FOR THE MARSHALS SERVICE, SINCE A
JUSTICE TASK FORCE HAD JUST STUDIED IN DEPTH THE OPZRATIONS
OF THE MARSHALS OFFI1CE IN THE DisTRICT oF CoLuMBIA. THE

MAJUR EEU PRGBLEM IDENTIFIED IN THAT STUDY WAS THAT THE MAR-



SHALS SERVICE NEEDS A COMPLETE REEVALUATION AND OVERHAUL OF
1Ts EEO0 ProGRAM. IN A LETTER TOo THE ATTORNEY GENERAL DATED
MArRcH 6, 1978, WE RECOMMENDZD THAT HE HAVE THE EEQ AFFIRMA-
TIVE ACTION PROGRAMS EVALUATED THROUGHOUT THE MARSHALS SERvVICE.

THE FINAL RECOMMENDATION OF THE REPORT RESULTING FROM
JUSTICE'S TASK~FORCE STUDY CALLED FOR THE MARSHAL OF THE
DistricT o= CoLumBIA AND THE DIRECTOR OF THE MARSHALS SERVICE,
AT THE END OF 1977, TO PREPARE A REPORT ON THE FROGRESS BEING
MADE IN RESOLVING THE ISSUES IDENTIFIED AND CORRECTING THE DE<
FICIENCIES NOTED. WE UNDERSTAND THAT THE REQUESTED REPORT HAS
BEEN DRAFTED, BUT WE HAVE NOT HAD AN OPPORTUNITY TO REVIEW AND
EVALUATE IT. NOR HAS THE DEPARTMENT INDICATED THAT IT INTENDS
TO EXTEND ITS INTERNAL EVALUATIONS OF THE MARSHALS Service
NATIONWIDE. THE SUBCOMMITTEE MAY WANT TO EXPLORE THESE MATTERS
WITH THE DEPARTMENT AND SERVICE.

IN our REVIEWS OF INS AND DEA, WE WANIED TO KNOW WHAT
PROGRESS HAD BEEN MADE IN INCREASING THE REPRESENTATION AND
IMPROVING THE DISTRIBUTION OF WOMEN AND MINORITIES IN THE
BUREAUS' WORK FORCE. WE AL50 WANTED TO IDENTIFY PROGRAM PROB-
LEMS REQUIRING CORRECTIVE ACTION-

THE PROBLEMS WE FOUND »ZRE COMPARABLE TO THE GOVERNMENT-
WIDE PROBLEMS WE HAVE NOTED IN STUDIES OF OTHER FEDERAL CED
PROGRAMS. (HE BUREAUS' PROGRAMS REQUIRE IMPROVEMENTS [N THE

AREAS OF:



~“PROGRAM EVALUATION AND FOLLCW=UP,

~~PERSONNEL RESOURCES,

~~AFF!RMATIVE ACTION PLANS,

““RECRUITMENT OF WOMEN AND MINORITIES, AND

“=TRAINING AND PROMOTIONS.

ADDITIONALLY, BOTH BUREAUS' COMPLAINT SYSTEMS ARE IN NEED, OF
IMPROVEMENT.

OUR REPORTS CONTAIN A NUMBER OF RECOMMENDATIONS TO HELP
ACHIEVE A STRONGER EED PrROsRAM. LET ME ELABORATE ON THESE
MATTERS. )

DuRING THE PERIOD OF QUR REVIEW, BOTH FEMALE AND MINOK-
ITY REPRESENTATION INCREASED IN "HE BUREAUS’ WORK FORCE-
WHILE THIS INCREASE APPEARS FAVORABLE, AN ANALYSIS SHOWS
AN ADVERSE IMPACT ON FiMALES. FOR EXAMPLE, ALTHOuUGH 30
PERCENT oF DEA'S wORK FORCE wrs FEMALE (COMPARED TO 42
PERCENT IN THE ENT!RE FEDERAL WORK FORCE), 3 PERCENT
OF THE INVESTIGATORS IN THE BUREAU WERE WOMEN, AND THERE
WERE NOQ FEMALE ATTORNEYS. (GOVERNMENT=WIDE, WOMEN REPRE-
SENTED 11.9 PERCENT OF ALL ATTORNEYS.)

THEN TOO, WOMEN REMAINED CONCENTRATED IN GRADES GS-6
AND BELOW. IN INS 11.6 PERCENT OF THE FEMALE EMPLOYEES
WERE IN GRADES GS-7 AND ABOVE, AND IN DEA 12.7 PERCENT WERE
IN THESE GRADES. JHESE BUREAUS COMPARE UNFAVORABLY TO THE
ENTIRE FEDERAL WORK FORCE, WHERE 26 PERCENT OF THE WOMEN

EMPLOYED WERE 1IN GRADES GS-7 AND ABOVE.



WHILE 39.6 PERCENT OF THE MINORITIES IN THE FEDERAL
WORK FORCE WERE IN GRADES GS=7 AND ABOVE, 15 PercenT oF DEA's
MINORITY EMPLOYEES WERE IN THESE GRADES. INS’ MINORITY EM-
PLOYEES, HOWEVER, COMPARED FAVORABLY TO THE FEDERAL WORK
FORCE REPRESENTATION IN THESE GRADES=-3G9.1 PERCENT OF THEIR
MINORITY EMPLOYEZS WERE IN GRADES GS-7 AND ABOVE. )

To CORRECT THESE DISPARITIES IN THE WORK FORCE REPRE-

SENTATION, AND TO EFFECTIVELY MANAGE THEIR AFFIRMATIVE ACTION
PROGRAMS, TH:ZI BUREAUS NEED TO PERIODICALLY EVALUATE THEIR EEQ
PROGRAMS. IT IS IMPORTANT FOR MANAGEMENT TO KNOW THE "ESULTS
THEIR PROGRAMS ARE ACHIEVING, THE SIGNIFICANT PROBLEMS IN THEIR
AFFIRMATIVE ACTION PROGRAMS, AND TO DEVISE METHODS OF SOLVING
THE PROBLEMS. FOR EXAMPLE, THE BUREAUS' FEMALE AND MINORITY
REPRESENTATION WAS INCREASING, YET FEMALES IN BOTH BUKEAUS,
AND MINORITIES IN DEA, WERE CONCENTRATED IN GRADES G3S-6 AND
BELOW- AN ANALYSIS OF THE SITUATION COULD PINPOINT THE REA-
SCNS FOR THIS PROBLEM, AND APPROPRIATE ACTION COULD BE TAKEN
TO CORRECT THE DISPARITY-

AN EVALUATION OF TRAINING WOULD PINPOINT WHETHER MINORI-
TIES AND WOMEN WERE RECEIVING THEIR FAIR SHARE OF TRAINING,
WHETHER ALL EZ0 COUNSELORS AND INVESTIGATORS WERE BEING TRAINED
IN EED MATTERS, AND WHETHER SUPERVISCRS AND MANAGERS WERE RE-
celvine EEQ ORIENTATION OR TRAINING. AN EVALUATION OF PROMO-
TIONS IN THE BUREAUS WOULD SHOW WHETHER WOMEN AND MINORITIES

ARE BEING PROMOTED WITH THE SAME FREQUENCY AS OTHERS. AN



EVALUATION OF DISCRIMINATION COMPLAINTS WOULD INDICATE TRENDS

OR THE BAS

™m

§ AND CAUSES OF THE COMPLAINTS, WHAT REE;ONS THEY
ARE COMING FROM, REASONS FOR DELAYS IN PROCESSING THEM, AND
POSSIBLY SHOW ANY AREA OF SYSTEMIC DISCRIMINATION. EVALUATIGN
METHODS SUCH AS PERIODIC SURVEYS OF EMPLOYEES' ATTITUDES TOWARD
tE0 wouLD BE HELPFuL-

WITHIN AN ORGANIZATION, TOP MANAGEMENT'S COMMITMENT TO
EEQ Is USUALLY EVIDENCED IN A LARGE MEASGURE BY ITS APPLICATION
OF PERSONNEL RESOURCES To EEQ ProGRAMS. WITHIN JusTICE, BUREAU
HEADS ARE RESPONSIBLE FOR PROVIDING SUFFICIENT EEQ PERSONNEL
RESOURCES TO MEET THE OBJECTIVES OF THE PROGRAMS- IN OUR
OPINIGN, SUFF.CIENT PERSONNEL RESOURCES HAD NOT BEEN ASSIGNED
TO THE BUREAUS' AFFIRMATIVE ACTION PROGRAMS. FoOR INSTANCE, AT
MarcH 1977, THERE WERE 5 EED COORDINATORS IN DEA’s 13 rREGIONAL
OFFICES. THESE REGIONAL COORDINATORS SERVE AS PRINCIPAL ADVISORS
TO REGIONAL DIRECTORS IN DEVELOPING AND IMPLEMENTING THE EEQ PRO-
GRAM IN EACH REGION; THEY HELP DEVELOP AND IMPLEMENT REGIONAL
AFFIRMATIVE ACTION PLANS; AND THEY COORDINATE RECRUITING EFFORTS
WITHIN THEIR GEOGRAPHIC AREA- AS A RESULT OF NOT HAVING SUFFICIENT
COORDINATORS, SOME INDIVIDUAL COORDINATORS WERE RESPONSIBLE FOR
HANDLING ALl OF THESE DUTIES IN MORE THAN ONE REGION.

BACKLOGS OF DISCRIMINATION COMPLAINTS IN THE BUREAUS
WERE A FURTHER INDICATION THAT SUFFICIENT PERSONNEL RESOURCES
WERE NOT BEING PROVIDED- As OF FEBRUARY 5, 1977, AFPROXIMATELY

70 PERCENT OF THE 83 r0RMAL EEQ COMPLAINTS IN PROCESS IN INS wAD _

on



EXCEEDED THE 14-DAY REQUIREMENT, YET THE EE( OFFICER HAD
NO SUPPORT STAFF, OTHER THAN A SECRETARY. AT UGEA, 5 oF THE 10
CLOSED CASES wE RECEIVED HAD BEEN 13U DAYS IN PROCEZSS.

UBVIOUSLY, MG FROGRAM CAN ACHIEVE GOOD KESULTS W[THOUT
SUFFICIENT PERSONNEL. WE BELIEVE THE BUREAUS SHOULD DETERM[NE
THE PEXSONNEL RESOURCES NEEDED FOR PROPER UPERATION GF THEIR
AFFIRNATIVE ACTION PROGRAMS, AND MAKE THESE RESQURCES AVAILABLE
NITHIN THE CONSTRAINTS OF OTHER PROGRAI PRIORITIES.

A KEY ELEMENT IN ANY EEU PROGRAM IS DEVELOPING AND IMPLE-
MENTING NATIONAL AND REGIONAL AFFIRMATIVE ACTION PLANS. (SC
A4S SUGGESTED THAT SUCH PLANS INCLUDE A 2EPORT OF THE ACCOMPLISH-
MENT OF TAHE PREVIOUS YEAR'S PLAN, ANL A REPORT OF OBRJECTIVES AND
SPECIFIC ACTIONS TO BE TAKEN LURING THE PERIOL CCVEREL BY THE
PLAi« THESE PRGPOSED ACTIONS, OR "ACTION ITEMS,” ARE NECESSARY
TS DEVELOF A 3T§0NG ECU PROGRAIT, AND Tu CORRAECT DEFICIENCIES
Lo AN EAISTING PROGRAM. rROM ONE YEAR TO THE NEAT, HQWEVER,
THE BUREAUS' PLANS CONTAINED ACTION [TEMS WHICH HAD NOT BEE
ACCOIIPLISHED, AND NJ EXPLAWATION wAS GIVEN FOR THE FA[LUKE TO
ACT ON THE ITEMS. OGSOME ACTION [TEMS THAT HAD DBEEN CARRIED FROM
OHE YEAR TO THE NEXT WITHOUT BEING ACCOMPLISHED 4ERE EVEHNTUALLY
DROPPED FROM THE PLAN, WITHOUT EVER HAVING BEEN ACTEL UPG.-.

THE SUREAUS SHOULD PERIGDICALLY CHECK THE (2 AFFIRMATIVE ACTION

PLAHS, AND [NSURE THAT &CTION [TEMS YAVE ZEE: AC IR
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A LACK OF COMMITMENT To A FuLL EEOQ PROGRAM WAS ALSO
INDICATED IN THE AREA OF RECRUITING AND. HIRING GOALS FOR
MINORITIES AND FEMALES. NEITHER BUREAU HAD ESTABLISHED
RECRUITING GOALS FOR WOMEN AND MINORITIES. FURTHER,
ALTHOUGH DEA wAS USING HIRING GOALS, INS wWAS NoT. To
ACHIEVE HIRING GOALS, IT IS FIRST NECESSARY TO RECRUIT
FROM A UNIVERSE SUFFICIENT TO IDENTIFY ENOUGH MINORITIES®
AND WOMEN WHO CAN COMPETE AND BE CONSIDERED FOR SELECTION.
ALTHOUGH CSC HAS NOT REQUIRED AGENCIES TO ESTABLISH RE-
CRUITING GOALS, 1T HAS ENCOURAGED THE USE OF HIRING GOALS.-
THE BURCAUS COULD INSURE THAT INFORMATION ABOUT THE WORK
AND AVAILABLE JOBS BE GIVEN TN MINORITIES AND FEMALES pv
DISSEMINATING INFORMATION AND LITERATURE T0 MINORITY AND
FEM/ LE GROUPS, AS WELL AS TO COLLEGES.

THE BUREAUS' COMPLAINTS sYSTEMS ALSO NEEDED IMPROVEMENT.
EMPLOYEES OR APPLICANTS FOR FEDERAL EMPLOYMENT WHO BELIEVE
THEY HAVE BEEN DISCRIMINATED AGAINST ON THE BASIS OF RACE,
COLCR, RELIGION, SEX, NATIONAL ORIGIN, OR AGE, AND WHO WISH
TO RESOLVE THE MATTER, ARE REQUIRED TO DISCUSS THE PROBLEM
WITH AN EEQ COUNSELOR. THIS COUNSELING IS DONE ON AN IN-
FORMAL BASIS- IF THE COUNSELOR CANNOT RESOLVE THE MATTER
INFORMALLY, A FORMAL COMPLAINT MAY BE FILED WITH THE AGENCY.
DURING THIS FORMAL STAGE, AGENCIES MUST INVESTIGATE THE COM-
PLAINT AND ATTEMPT RESOLUTION. FEDERAL AGENCIES MUST BE
PROMPT, FAIR, AND IMPARTIAL IN THEIR DISPOSITION oF EEQ pis-

CRIMINATION COMPLAINTS. A COMPLAINANT MAY FILE A CIVIL ACTION



AFTER 180 CALENDAR DAYS FROM THE DATE OF FILING A COMPLAINT

WITH KIS AGENCY-=1F THE AGENCY HAS NOT MADE A DECISION ON THE
COMPLAINT- IN RESPONSE To THIS PROvIsicH OF THE acT, CSC HAs

" . EMPHASIZED TO AGENCIES THE IMPORTANCE OF NOT EXCEEDING 180
CALENDAR DAYS IN PROCEZSSING COMPLAINTS. THE BUREAUS HAD GEN=
EKALLY NOT MET THE TIME REQUIREMENT IN THE CONLAINTS WE RES
VIEWED- FURTHERMORE, THEY HAD MADE NO ANALYS)i TO DETERMINE
WHERE THE DELAYS WERE OCCURRING. OQUR REVIEW OF THE 14 FORMAL
COMPLAINTS PENDING IN DEA as of DecemBer 31, 1976, SHOWED THAT

10 OF THE CASES HAD BEEN IN PROCESS MORE THAN 180 DAYs, AND

THAT 6 oF THE 10 werRe overR 20 MONTHS oLD. PERHAPS MORE EM”
PHASTS SHOULD BZ PLACED ON ACQUIRING SUFFICIENT EEQ sTAFF, £Ec0
COUNSELORS, AND INVESTIGATORS TO PROCESS COMPLAINTS IN A TIMELY
MANNER. FURTHER, THE BUREAUS SHOULD REVIEW THEIR COMPLAINT SYSTEM
70 DETERMINE WHETHER EVERY EFFORT 1S BEING MADE TO AVOID UNNECES™
SARY DELAYS.

EED COMPLAINANTS, COUNSELORS, THEIR REPRESENTATIVES AND
WITMESSES SHOULD BE FREE FROM REPRISAL OR INTERFEREMCES TURING
THE PROCESSING OF COMPLAINTS. WE CANNOT SAY THAT SUCH REPRISALS
HAVE OCCURRED, BUT EEQ PERSONNEL AND OTHER EMPLOYEES WE INTER™
VIEWED INDICATED SOME COUNSELORS AND COMPLAINANTS HAD AT LEAST
A PERCEIVED FEAR OF REPRISALS- RESPONSES TO OUR AGENCYT™WIDE
QUESTIONNAIRE INDICATED THAT OvER 40 PercENT oF INS' EMPLOYEES
WHO FELT THEY HAD BEEN DISCRIMINATED AGAINST WOULD NOT HAVE FILED

A COMPLAINT, FOR FEAR OF REPRISAL- SINCE FEAR OF REPRISAL CAN

B



GREATLY AFFECT THE QUALITY OF COUNSELING AND THE FAIRNESS AND
IMPARTIALITY NEEDED IN HANDLING EEU cOMPLAL:!'TS, THE BUREAUS SHOULD
DETERMINE THE EXTENT OF THE FEAR AMONG COUNSELCRS ANDL COMPLAINANTS.
‘1F A PROBLEM 1S FOUND TO EXIST, CORRECTIVE ACTION SHOULD BE TAKEN
PROMPTLY | )

THE PROBLEMS | HAVE OUTLINED HAVE BEEN DISCUSSED BY US WITH
EEU AND PERSONNEL OFFICIALS OF THE BUREAUS. THE SUBCOMMITTEE MAY
WISH TO PURSUE THESE MATTERS IN MORE DETAIL WITH THE BUREAUS.

IN A BROADER CONTEXT, EE0 FOR FEDERAL EMPLOYEES IS UNDER”
60ING REFORM AS PART CF THE PRESIDENT'S PROPOSAL T( CENTRALIZE
ENFORCEMENT OF EEO 'AWS AND REGULATIONS AND TO CONSOLIDATE THE
YARIOUS GOVERNMENTAL UNITS NOW HAVING MAJOR EEOD RCSPONSIBILITIES-
UNDER THIS PROPOSAL--REORGANIZATION PLAN No.- 1 of 197%--THE taQuAL
EMPLOYMENT UPPORTUNITY COMMISSiON WOULD HAVE OVERSIGHT RESPONSIBILITY.
STATUTES AND EXECUTIVE ORDERS ACCUMULATING OVER THE PAST 40 YEARS
HAVE GIVEN EQUAL EMPLOYMENT RESPONSIBILITY TO l¥ SEPARATE AGENCIES.
IN H1S REORGANIZATION MESSAGE, THE PRESIDENT OBSERVED THAT THIS
POLICY HAS CREATED WASTEFUL DUPLICATION AND BEWILDERING INCONSIS™
TENCY THAT 1S BURDENSOME AND CONFUSING TO EMPLOYEES—AND TO OTHERS:

IN TESTIMONY BEFORE THE SENATE COMMITTEE ON GOVERNMENTAL
AFFAIRS ON MARCH NINTH OF THIS YEAR, THE COMPTROLLER GENERAL
STATED THAT WE BELIEVE THE REORGANIZATION PLAN, IN GENERAL, IS
A STEP TOWARD DEVELOPING A FEDERAL EQUAL EMPLOYMENT PROGRAM
WHICH SHOULD RESULT IN MORE UNIFORM PRACTICES AND ELIMINATE
DUPLICATiON AND TNCONSISTENCY-

19



WE BELIEVE KEORGANIZATION PLAN No. 1 WILL SPEED RESOLUTION
OF THE FOLLOWING PROBLEMS (NOTED IN OUR WORK AT JUSTICE AND ITS
BUREAUS, AS WELL AS AT OTHER AGENCIES) CONCIRNING THE PURPOSES,
THE DIRECTION, AND THE PACE OF THE F. ERAL EMPLOYEES' EEUAL EMPLOY™
MENT OPPORTUNITY PROGRAM:
' "DISAGREEHENT.ON WHAT “EQUAL EMPLOYMENT OPPORTUNITY"
MEANS; .
~~PROGRAM GOALS AND OBJECTIVES NOT CLEARLY STATED;
=~UNCLEAR CRITERIA FOR SETTING APPROPRI!ATE EMPLOYMENT
G60ALS AND FOR EVALUATI&G ACCOMPLISHMENTS AND SUCCESSES;
~=DISAGREEMENT ON WHO THE BENEFICIARIES OF THE PROGRAM
ARE INTENDED TO BE;
-~DISAGREEMENT ON WHETHER GOALS CAN BE REALISTICALLY
MET WITHIN THE CONSTRAINTS OF CURRENT MERIT SYSTEM .
REGULATIONS AND PROCEDURES;
~=THE GOAL-SETTING PROCESS FOR HIRING OFTEN NOT CARE~
FULLY CARRIED OUT;
-=STATISTICAL DATA AND OTHER INFORMATION NEEDED TO SET
. REALISTIC GOALS AND TO EVALUATE PROGRAM PROGRESS AND
PROBLEMS OFTEN UNAVAILABLE OR iNADEQUATE;
--EE0 PROGRAMS AND AFFIRMATIVE ACT{ON PLANS' NOT BEING
EFFECTIVELY IMPLEMENTED AND EVALUATED:
~~FORMAL DETERMINATIONS OF ORGANIZATION ARRANGEENTS

AND OF RESOURCES NEEDED NOT BEiNG MADE.



Tr1S COMPLETES MY PREPAJED TESTIMONY. MY COLLEAGUES

AND | WILL BE PLEASED TO RESPCND TG ANY QUESTIONS THE SUB<

COMMITTEE MAY HAVE.





